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Cpemcxu Kapnosiu 


S3HAYAJ JbBY TCKUX PECYPCA 3A 
PASBOJ HKT ITPEXY3SERA 


Castcemax: Y caBppeMeHuM yCJIOBHMa TOcuIOBarba ToceOHO MecTO TIpHmaya 
yclyrama koje mpyxajy MKT npegzy3eha. Hajppeaunjy uMoBuHy oBux Tpezy3eha 
UHHH JbYACKM KalMTall, OMHOCHO 3allOCJICHH Ca CBOJMM 3HalbuMa, CIIOCOOHOCTHMa H 
MoryhHoctuma. IIpeamet uctpaxuBatba je JbyICKH KalluTall Kao jeqHa Of Haj3- 
HavajHHjHX KOMMOHEHTH HHTeeKTyasHor KamMtTana. Lub paya je ahasiM3a Jby JCKOr 
KallutTasia WH HeroBHX OCHOBHHX KOMIIOHeHTH: yuere MH efyKaluja, HCKyCTBO 
CTPy4HOCT HM MHOBalMje HW KpeaTHBHOCT. Y nepHogy jyH-aprycT 2020. roquHe cnpo- 
BeeHO je UcTpaxuBate y MKT npezy3ehuma PemyOsuuKe Cponje. Pesyntratu uc- 
TpAkKUBaba MOKA3alIH Cy fla Cy 3allocuIeHH y OBUM Tipexy3ehuma OleHHIM yuerHe H 
efyKaljy Kao Haj3HayajHuju PakTop JbyAcKor Kamutana. OB pesysTaTu Tpebaso0 
0M Ja ocsy2Ke KaO CMepHMLa MeHallepHMa Ja yTBpe KOMMOHeHTe JbyACKOr Kalin- 
Tala Ha Koje Tpeba AoOAaTHO WeuOBaTH Kako Ou ce yHalipegzMe ykylHe TeppopmMaH- 
ce 3allOCJICHHX, WITO Ce AUpeKTHO pedleKTyje Ha pacT u pa3Bo] camor mpexy3eha. 

Kayune peru: syacku pecypcu, UKT mpegy3eha, ekonomuja 3Hatba, HHTe- 
JICKTYAIHH KalluTal, by ACK KalluTasl, HHOBaLH]e. 


YBoy 


Y UKT npegy3sehumMa QoMuMHaHTHy yJIOry MMajy JbyACKM pecypcnu. OcHoBa 
IipeTnocTaBka pacTa HM pa3Boja CaBpeMeHHX OpraHH3alvja jecTe MepMaHeHTHO pa3- 
Bijabe 3Halba, KpeaTHBHOCTH HM HHOBaTHBHOCTH. Y ycOBuMa riobamHor UM HHTep- 
HalMOHaJIHOr MOCIOBarba OHH CY HW BaxKHO CpeJCTBO 3a MOCTH3aHbe KOHKYPeHTHOC- 
TH. IlocMatpaHo y KOHTeKCTy caBpeMeHHX ycIOBa MociOBalba (yHKUMja MeHall- 
MeHTa Jby[CKHX pecypca Tpeba Wa Oye cTpaTerujcKH oOfToBopHa fa Ou Ousa y 
(PyYHKUHjH OCTBapeHa MUCHje MU WMJbeBa oprann3ayuje. CrpaTerujckv actieKT opra- 
HuB3alWje orsieyqa ce y HadHMHy YCHOCTaBJbalba Be3e H3Mehy yiipaBlbaka JbyCKMM 
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pecypcuMa H CTpaTerujom opraHn3alnje, OMHOCHO y HadHHy Ha KOJM ce HHTerpullly 
WH CHHXpOHH3yjy MocoBHe MoTpeOe HW TwaHOBM Ca CBMM acIIeKTHMa yiipaBsbarba 
3anlocleHHMa. 


IIpeqmMet vcTpaxuBarha je JbyACKM KalluTall Kao jeqHa oO Haj3HayajHVjHx 
KOMIOHeHTH HHTesIeKTyasHor Kamutana y AKT mpegy3zehuma PemyomuKe Cpouyje. 
Pay uMa 3a WWJb a Ce aHasIM30M MOJKOMIMOHECHTH JbyACKOr KalluTaa yTBPAM Wi- 
XOB YTHUaj Ha JbyACcKH KanMTa. ona3Ha xuNOTe3a Je Ta yuere U eyKallja, ucKy- 
CTBO H CTPy4HOCT HW MHOBALIHje M KpeaTHBHOCT yTH4y Ha YKYUHH JbyACKM KalMTal.. 


CrpaternjckKy aciieKT JbyCKHX pecypca 


Jbycku pecypcn cy HajBaxHjH pecypc cBake opranu3aunje. To yKa3yje Ha 
tlotpe6y edbukacHor yipaBJbalba OBHM pecypcom ja On ce OcTBapHJIM MOCTaBJbeHH 
opraHv3alM0HH HW MHAMBMAyaIHH unbepu. Mory ce gedunucaTH Kao ,,yKyHa 
3Halba, BeLITHHE, CIOCOOHOCTH, TasIeHTH, KPeaTHBHOCT, MOTHBHCAaHOCT H JIOjasIHOCT 
KOjOM pacrouaxKe HeKa opraHH3aluja HM ApyuiTBo (Bahtijarevi¢-Siber 2014, 6). 
KpasIMTeT 3afl0CIeCHHX, HMXOBa 3Haba, CIOCOOHOCTH HM MoryhHocTu omoryhaBajy 
opraHv3aljama Ja ce TaKMHYe Ha OCHOBYy Op3ux peakuwja Ha MoTpebe Tp»xKHUITA, 
KBaIMTeTa yCulyra WH UpousBoga, Audepenuupanux WpoM3sBosa MU TeXHOJIOWKUX 
vHoBattuja (Dessler 2007, 11). 


CrpaterujcKH MeHalIMeHT MOTeHIMpa a je 3Habe ca KOJMMa paciioaxy 3a- 
MOCICHH Haj3HavajHujM pecype opraHvsalluje HW KIbyYYHH H3BOp KOHKypeHTcke mpe- 
JHOCTH, Te ce HUMe TpeOa alleKBaTHO yIIpaBsbaTH. YupaBsbatbe 3HalbemM ToWpa3y- 
MeBa ,,IIpeTBapalbe HHAMBUAyasHOr 3Hakba 3allOCJICHHX Y KOJICKTHBHO, OpraHv3al[H- 
OHO 3Halbe Koje OH ONO FOCTyMHO y NpaBOM TpeHyTKy H Ha TpaBH HayHH CBHM 
YWIaHOBHMa OpraHH3alnje Ha CBHM HeHHM HHBONMa~ (Dordevic-Boljanovic 2009, 
9). Tlojequnu ayTopu crpaTerujcKH MeHalIMeHT JbyACKMX pecypca AedMHUIy Kao 
cTpaTervjcKH UpvcTyil yupaBsbawa JbyCKHM pecypcHMa opraHH3alje Koj ce 
OWHOCH Ha CBe OpraHv3allMOHe AKTHBHOCTH KoOje yTHUy Ha MOHallawe mojequHala y 
IbHXOBOM Hallopy a PopMysIMILy HW IpuMeHe TIaHupaHe cTpateruje Koje he momo- 
hu opranHu3auHjn fa ocTBapuH TocTaBsbeHe MocuoBHe WMbeBe (Inyang 2010, 26). 
CtpaTerujCcKH MeHalIMeHT JbyACKUX pecypca TeMeJbH Ce Ha Tp MpetoctasBKe: 1) 
JbyJICKM KaliMTasI je rlaBHH H3BOp KOHKypeHTcKe TpegqHoctTu, 2) byqu cupoBore 
cTpaternjy u 3) TpeOa ycBojHTH CHCTeMCKH IIpHcTyn rye opranvsalyja Kem uhn u 
Kako Ty cTuhu (Amstrong 2007, 29-30). 

JlaHac je cBe NpvHcyTHHjH TpeHy mpoMeHa y CaBpeMeHOM MEeHAIIMeHTY H op- 
TraHH3aljaMa KOjJM akleHaT CTaBJba Ha yiipaBJbalbe HEMaTepHjasIHOM HMOBHHOM y 
KOjOj Cy Jby4H HajBaxHujH. 300r Tora je Of M3y3eTHOr 3Hayaja ycreWIHO yupaBsba- 
He: pa3sIMYHTOCTHMa, KOMIIeCTeHUMjaMa, TasieHTHMa, 3HalbeM M HHTeJIeKTyaJIHuM 
KalluTasioM. 

Y yciosuma ce Behe riobamu3aluje 1 Op3ux HW payqukKasIHux IIpoMeHa OKpy- 
*KeHba, H3a30B 3a MeHallepe jecTe Wa CxBaTe KaKO CBaKH 3allOCJICHH JOHOCH Bper- 
HOCT H TIpeqHOCTH Ha OCHOBY CBOje pasHyHTOCTH. PasHYHTOCT ce OAHOCH Ha Kapa- 
KTepHCTHKe HHAMBH Aye Koje OOMKyjy HeroB HACHTHTeT HM UcKycTBO y ApywTBy. Ioc- 
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TOje 1Ba HHBOa payIMYHTOCTH: paxyIM4YHTOCTH NOBPLIMHCKOr HHBOa (rose CTapocTH, 
TON, pacHa/eTH4kKa IIpHMagqHOCT, MeHTaIHH WIM (u3H4KH MHBaIMAMTeT) U pa3- 
JIMYMTOCTH ZYOMHCKOr HHBOAa (JIMYHOCT, CTaBOBH, yBepeHba HM BpewHocTH). CBe BHUIe 
HCTHYe Ce fla pasIM4uTOCT Mely 3armocueHuMa JOBOAM Jo ToBehata opraHn3alHoHe 
e*pHKacHOCTH, OJHOCHO Ja MO3HTHBHO yTHYe Ha payHu Mopas, obe30ehyje Behu mpuc- 
TY HOBUM Tp>KHLIHHM CerMeHTHMa HM ToBehaBa TposyKTMBHOcT. Y peasIHOM OKpyKe- 
Hy Hallopu y Be3H Ca pa3syIM4HTOCTHMA He HcIlyHaBajy CBoJa OOehalba H MIpesCTaBsJbajy 
HOBy TapayMrMy 3a HMXOBO pa3yMeBakbe HW UcKopuuthaBarbe. Tp ocHoBHe Mapasurme 
3a yIIpaBsbarbe pa3JIMYHTOCTHMa Cy: MapayurMa JMCKpHMHHalWje UM WpaBH4Hocty; Ma- 
pagMrMa IIpHcTyla WM JIleTHTHMHOCTH HM MapayurMa yuera u eteKTHBHOcTH (Thomas 
and Ely 1996). Napagurma guckpuMuHalnje H WpaBH4HocTH (oKycupaHa je Ha 
aCMMHIalWjy, UPHcCTyla MW JlerMTMMHOCTH Ha AMdepenuMjaunjy, a yuerba UW e*eKTH- 
BHOCTH Ha OpraHH3alHoHu Wiypa3am. Opranv3alHoHu Wiypasiw3amM OHOCH ce 
Ha pajlHO OKpy2Kelbe y KOMe cy CBH 3allOcuIeHH OBsIalihenn fla Dajy WOmpHHoc KOjJHM 
ce MaKCHMaJIHO TloBehaBajy KOpHCTH 3a OpraHH3allvjy, KyIle H HX came, c jeqHe, 
WY KOME Ce MOLITyje HHAMBUAyaHOCT CBaKOr 3allocIeHOr y CMHCJIy Wa ce 3aqloc- 
JICHH He TouapH3yjy Ha OCHOBY HHXoOBe NpuMayHocTH ospehenoj rpymu, c Apyre 
cTpaHe (Norton and Fox 1997). Pasnuuutoct 3axTeBa HOBe MeHallepckKe IIpuctylie u 
BellTHHe. OHM MeHalepy obe3behyjy qa carsieqa, yBaxKaBa WM yCIIelHO yipaBlba 
TloTpeOama u 3axTeBuMa 3anocueHux. McToBpeMeHo, 3allocIeHoM OMoryhaBajy ja 
OCTBape CBO] MaKCHMaJIHH MOTeHUMJal, WoTpebe Hu MHTepece. 


Y KOHTeKCTY yupaBJbaba JbyCKMM pecypcHMa ylipaBJbarbe KOMMeTeHuHjama 
o3HayaBa CTpaTerujcKy OpHjecHTalMjy H WHTerpucare CBMX HeroBHX aKTHBHOCTH 
3aylaTaka y CTBapalby CTpateruje U KJbyY4HHX H3BOpa OLp»KHBe KOHKYpeHTcKe NpesHOc- 
Tu (Bahtijarevi¢-Siber 2014, 117). He rpe6a noucropehupaTu KOMMeTeHTHOCT U KOM- 
TleTenuuje. KommeTeHTHOCT ce OAHOCH Ha pa3He BeLITHHe Koje cy YCHelwHO H3Be- 
WeHe, TOK ce KOMMeTeHIMje OFHOCe Ha ycBOjeHa MOHallawba pH CTpy4HoM oOOaB- 
Jbawy pagHux akTHBHocT. Komietenuuje omoryhaBajy Wa ce: ofpeyu wiTa JbyAK 
TpeOa fa page Ja On NobosbMAaIM CBOjY YCIeWHOCT; TpexBUAM ycrleWIHOCT y KOM- 
TI€KCHHM TMOCOBHMa; yCKiIaqe ocobe c TOCIOBUMa; BOJM CTpaTervja H MHTerpuily 
IIpollecH MeHalIMeHTa; MepH H pa3BHja yCIIeWIHOCT CTpy4baka, Tpoueca u pPyHKuH- 
je (Urlich and Brockbank 2005, 221-222). Crpaterujcku KpeupaH Moye Komme- 
TeHUMja MpexcTaBsba KOMOMHalHjy OCHOBHHX HM cielMdM4HHX KOMIeTeHUMja H 
OCHOBAa Je 3a pa3IM4HTe Ipolece yipaBJbaka JbyCKUM pecypcuma. Hexe og mpes- 
HOCTH IIpHMeHe OBOr MOJela y OpraHH3alvjama cy: omoryhyje uzenTupuKaynyy 
KOMIIeTeHU ja 3an0cseHHx a Ou ce MoOosbUIaa ectpuKaCHOCT Ha TpeHYTHOM paj- 
HOM MeCTY MIM HallpaBusia Ipunpema 3a Apyro pawHo MecTo y cilyyajy MpomMounje 
WIM TIpeMeLllTaja; MoxKe OHTH KOpHCTaH 3a aHasIM3y MOTpeOHMX BelUTHHAa HW KOMIa- 
patujy u3mehy qocrynHux U NoTpeOHuXx KOMMeTeHIWja OuIO NojeqMHalla OMIO opra- 
Hu3alMje; KOPHCTH ce 3a pa3JIMKOBalbe CyIIepHOpHHX Of NpOcedHHX 3allocseHHX; 
CHK 3a yTBphuBalbe KpHTepljyMa 3a TPOMOUMjy 3alocjIeHHx Ha OCHOBY KOMIIe- 
TeHUMWja YTBpheHHx 3a paso MeCcTO; TIpeycTaBJba MOAPWIKy Ip peopraHvsallyjH pa3sBo- 
jeM CHCTeMa 3a KOMIeTeHUMje OpHjeHTHcaHe Ha Oyayhuoct; ynyhyje Ha 3ayqpxaBa- 
He HEOMXORHHX BeLITHHA, peqyKUMJy aKTyasIHHx payHHXxX aKTHBHOCTH Kpo3 HJeH- 
THPUKAaLM]y H Mepere KOMUeTeHUMja MOBe3aHHX C TyrOpOuHHM WMJbeBuMa opra- 
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Hu3alMje; ToO0bMIaBa OllepaTHBHy e(pHKacHocT; jaya polece yupaBsbawa Jby]- 
CKHM pecypcuma y opranu3auMjama (Campion et al. 2011). 


YiipaBsbatbe TasIeHTHMa je jeqaH OF HajBaxkKHHjHx TpeHyzoOBa KojH he oOsMKo- 
BaTu OyayhHoct opranu3aunje (Frank and Taylor 2004, 33) u o6e36equTH CTBaparbe 
OpraHH3alMOHe H3BPCHOCTH pa3BHjalbeM HM MpOMOLHjOM HeHHX HajOoJbHX JbyIu 
(Berger and Berger 2004). ,,TanenHaT mpeacTaBybajy Jby 1M MW HUXOBe CHOCOOHOCTH U 
BeluTHHe~ (Piansoongnern et. al 2008). Tamentu oOyxBatajy ,,OTeHIMJaHe UW pea- 
JIM30BaHe KallalTeTe Mojequnalla UW rpyua, yKJbyyyjyhu one yHytTap opraHu3ayje 
HW OHE KOJH OH MOTIIN Wa jo] ce IpHApyxe, Kao HM Ha4HH Ha KOjH cy OpraHv30BaHH~ 
(Boudreau and Ramsted 2007, 2). Ope nedunnunje yKa3yje Ha cBeoOyxBaTHOCT 
TlojJMa TajieHaT, lla Ce MO*Ke 3aKJbyYHTH fla je CBaka opraHH3aluja Ha o”pehenn 
HauHH ckyll ofpehenux TasleHata KOjM cy ce OkyMMIM OOaBJbajyhu ogpeheny moc- 
JIOBHY WIM IpouecHy PyHKUMJy pay ocTBaperwa MocTaBsbeHor uMJba. HajBaxnuju 
3aljalld MeHaliMeHTa JbyCKHX pecypca y yilpaBJbawy TaJieHTHMa cy: CTBaparbe 
UMULa MOKEILHOr NOcIOTaBla; HACHTHPUKOBarwe KPyUMjasIHHX BeLITHHAa HM TasleHa- 
Ta; CTBaparbe Oa3e MogaTaka O BeLITHHaMa MH KOMMeTeHUMjama; oOe30ehuBarbe Ta- 
JileHaTa; H300p TasleHaTa; 3apxKaBalbe TalieHaTa; pa3BO] TaJleHaTa; yIIpaBJbakbe yc- 
nemHowhy; mpoweHa ycnemHocTH y yupaBbawy TalenTuma (Bahtijarevié-Siber 
2014, 169-170). 


YupaBsbarhe 3HaHeM je CHCTCMCKH IIpHCTyI y WpoHaaxemy HayMHa ja ce 
LITO O0Jbe HCKOPHCTH HM HMIMVIeMeHTupa 3Hakbe y HeKO] OpraHH3alMjH, Kako Ou ce 
3apxKalla KOHKYpeHTcKa IIpeHOCT WIM MCIIaHupasia Zyropouna MocsOBHa TMOsH- 
Tuka. [lub cBake opraHH3aluje jecre a NocTaHe cBecHa 3Halba KOJMM pacriouaxe, 
KaKO HHAMBUAYasIHOr, TaKO M KOJICKTMBHOT, a On ra Ha HajepukacHHjH HayHH Hc- 
KopucTua. CramHo nopehatbe 3Halba WH MaKCHMaJIHO KOpHuhere 3Hatba CBHX 3all0- 
CHeHHX TocTaje UMIlepaTHB pa3BoOja HM OLICTaHKa opraHH3ayuja. Y opoj oOmacTu 
cnpoBeyeHa cy OpojHa ucTpaxkuBarwa. Y Mase3njn je cipoBeyqeHo UcTpaxHBarbe O 
oOJIMKy OpraHV3allHoHe KysIType Koja NOsp2KaBa H MpOMOBHUIe yipaBJbakbe 3HarbeM 
Ha y30pxy of, 153 dupmu (Erwe et al. 2007). Pesynratu cy moka3amu Wa ycnemHa 
IipHMeHa crpateruja, Wpoleca u mpatehe TexHouOWIKe HHppactpyKType yupaBsba- 
ba 3HAEM 3aBHCH OF Tora Ja JIM 3allOCJICHH KOMMaHHje yupaBsbarbe 3HakbeM CMaT- 
pajy HOpMoM nonatiara. To yKa3yje Ha HOBe3aHOCT KyJIType, CTpaTeruja HW mpoueca 
OpHjeHTHCaHHXx Ha yipaBsbawe 3Hatbe. UctpaxuBame cipoBeyeHo Ha y30pKy oF 
508 3amocmeHux y npefy3ehuma y jaBHom cekTtopy y CpOuju moka3alo0 je Wa je y 
TOCue UX CelaM TOMHAa AOWIO WO pacta 3aOBOJbCTBa TOCJIOM y Morseyy 3a0- 
BOJbCTBa TlaTaMa, HalipeqoBalba y XMJjepapxujcKo] cKasIM, NouMTUKe HarpahuBarwa 
MW mpupogre mocaa (Lekié et al. 2019). Uctpaxupate cnpopeyzeHo Ha y30pKy of 667 
3allOcyIeHHx y OaHKamMa y CpOnju moKa3asio je Ja KBayIMTeT THMa Ma HajBehu yTu- 
aj Ha YKYIHO 3aOBOJbCTBO 3allocueHHx (Lekic¢ et al. 2020b). 

YiipaBsbatbe 3allOcsIeHHMa, HLHXOBMM 3HalbeM M KOMIICTCHIMJaMa MOxKe op- 
TaHH3alyvjH fa o6e30eqH WyropouHy KOHKypeHTcKy mpegHoct (De Pablos and 
Lytras 2008, 49). Y exoHomMuju 3aCHOBaHO] Ha 3Hamby, HHTeIeKTyaIHH KalluTas je 
OCHOBHM MOKpeTay HHOBaLHJa H KOHKypeHTcKe peqHocTH opranus3auuje (Leki¢ i 
dr. 2020a, 35). WntenextyasHu KamutTal MOTHYe H3 KOMIeTeHTHOCTH HM TocBeheHo- 
cTw 3amocmeHux (Ulrich 1998). Opranu3annje 3anHTepecoBaHH 3a yJlarakbe, MOBe- 
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hate u NpourmMpere HHTeeKTyaHOr KalMtTala Tpebano On Wa MOqMTHy cTaHyapze, 
TlocTaBe BevIHKa OUCKHBalba HU 3axTeBajy BUIWe of 3anocrenux. Mopex Tora, Tpeba 
Ta o6e30eye pecypce Koj NOMaxky 3alOcIeHHMa Jia UcIlyHe BUCOKe 3axTeBe. 3ario- 
cneHu he ce aHraxKoBaTH M HallpeqoBaTH, a MHTeIeKTyaIHM KalluTal opraHv3anyje 
tloctahe HeHa OCcHOBHa HMoBHHa. He nocToju jeqMHcTBeHO ofpehere HHTeseKTy- 
amor Kanutana. lojequHu ayTopu cMaTpajy Wa MHTeeKTyaIHu Kallutas WoKa3yje 
,CTCHeH 3Harba, WpakTHYHOr HCKYCTBa, OpraHH3al|MoHe TexXHOJOrUuje, CTpyKType, 
Tipoweca, ofHoOca c MOTpouladuMa, NpodecHoHasHUX BelITHHA, 3Hakba HM HHOBaLje 
Koje o6e36ehyjy KOHKypeHTCKy IpequHoct Ha TpxuuITy“ (Edvinsson 1997, 368). 
J\pyru cy Mvuberma Wa je MHTeJIeKTYaIHH KalMTal ,,KpajH MIpou3B0y Tpancdop- 
MalMje 3Haba 3 3aIMxa 3Halba caMe opraHH3auuje“ (Namasivayam and Denizci 
2006, 382). Uecro ce ucTuye fa je MHTeIeKTyaIHH KallvTall ,,cKyI HeOIMHIJbMBe 
MMOBHHe MO3HaTe HM KAO MMOBMHAa 3Haba“ (Sundarsanam et al. 2006, 291). Hexu ayTo- 
pH Cy MHIlJberba Ja MHTeuIeKTyaIHH KaluTall WOBesyje MeHalIMeHT JbyCKHX pecypca 
WM OpraHu3alMoHy ycnemHoct (Youndt and Snell 2004, 337). Ipema Huma, aKTuB- 
HOCTH MeCHalIMeHTa JbyJICKMX pecypca He yTM4y AMpeKTHO Ha opraHM3allHoHy yc- 
Il€WIHOCT, Hero IipeBacxoZHoO Ha moBeherwe MHTeeKTyaHOr KanMTasa. 


Tloctoje OpojHu Mogesm Koju onpehyjy KOMMOHeHTe MHTeIeKTyaIHOr KanMTasa. 
Behuua ayTopa ucTHye a MHTeJIeKTyaIHH KalluTasl OOyxBaTa JbyCKM, CIpyKTypHH ui 
pemalmouu Karutas (Ross and Ross 1997; Bontis 1998; Stewart 1998; McElory 2003). 
Jbycku Kanivtasl 4HHe ,,3Harba, BELUTHHe, CIOCOOHOCTH HM MOTeHLHjasl 3a pa3sBo] H HHO- 
Ballje Koje Noceyyjy Jbyau y opranv3annju~ (Baron and Armstrong 2008, 6). OOyxBa- 
Ta ,,KOMIeTeHI[HJe, CIOCOOHOCTH HM BpeHOCTH 3arocmeHux (Bose 2004, 464). Herose 
Haj3HayajHuje KapakTepvicTuke cy (JieKCHOMIHOCT, KpeaTMBHOCT, crllocoOHOCT 
yuerba HW pa3Boja, Ipusarohapatwa MW pearoBalba y pa3zIMYHTMM cuTyaunujama. Jbyy- 
CKH KallwTall ce MOxe cTHUaTH, MoBehaBaTH MU OLpxKaBaTH UpHBIAdeHeM TasIeHTO- 
BaHHX WH CHOCOOHMX JbyH, yHalipehuBarbem U pa3BOjeM 3Harba MW BeLITHHAa, Kao H 
CTBapalbeM HOBMX 3Halba, BCLITHHa H KOMMeTeHuMja. To Tospa3syMeBa KBasIMTeTHO 
ylipaBJbalbe JbyCKHM pecypcuMa. CTpyKTypHM Kalluta oOyxBaTa ,,HHTepHe TIpo- 
yece, HHpactpyKTypy, HHPopMalMoHe cHCTeMe, pyTHHe, OpraHu3alMoHy CTpyK- 
Typa, 0a3e NoyjaTaka, KyJITypy H CBe OHO WTO opraHH3alnjama obe30ehyje aa by T- 
CK KallvTasI KOpucTe NpoxyKTuBHHje (Viedma Marti and do Rosario Cabrita 2012, 
75). OH IIpuiiaga opraHH3al{vjH HU Besyje ce 3a HY, a He 3a 3allocueHe HW MMa yJOry 
na Y Oj ,,yOp3aBa MpoToK 3Hawa. Takohe, cIpyKTypHM Kallutall je ,,KpHTM4Ha 
Kapuka Koja oMoryhaBa Jja ce MHTeIeKTyaIHH KallMTayI Mepv Ha OpraHH3allHOHOM 
HuBoy~ (Bontis 1998, 66). PenatyMoHH KanuTas 3acHOBaH je Ha Hej Wa ce Komma- 
Huje He MOry NOCMaTpaTH Kao H30JI0BaHH CHcTeMH Beh Kao CHCTeMH KOjH OOyxBa- 
Tajy OpojHe OHOCe ca eKCTepHHM CTejKXOJIepuMa (KpequTOpHMa, TOOaBJbadiMa, 
KYNUMMa, HHBECTHTOpHMa) HM HUXOBY TeplenuHjy oprann3ayuje (Hormiga et al. 
2011). 

VintesiektyauiHu KallutayI je OCHOBa KOHKYpeHTCTKe TIpeqHOCTH HM YyCrIelwHOCTH 
caBpeMeHHx KoMMaHuja. Crora je MHTeIeKTyaIHH KaliMTasl O“0 TpeyMeT OpojHHX Hc- 
TpaxuBawa. Uctpaxupara y AycTpaliMjH MCIMTHBasla Cy MOBe3aHOCT yipaBsbarba 
3HabeM HW WHTeeKTyaHor Kamutama (Zhou and Fink, 2017). Jouwio ce fo 3aKybyyKa 
a JbyCKM KalIvtTasl MMa HajBehn 3Hayaj H 3a yIpaBJbarbe 3HarbeM Hi 3a HHTCJICKTYaJIHH 
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Kanutan. Mehytum, kaya cy olleHeHH (allWIHMTaTOpH 3a CTBaparbe 3Halba MU pa3MeHy 
3Halba, CMaTpasio ce Ja je OpraHv3alMoua CTpyKTypa BaKHHJa O, OpranVvsallMoue KyLI- 
Type H HHPopMalMoHe TexHoOrHje. YuecHHUM HCTpaxkuBakba cy yKa3asiM Ja je BUILe 
lake TocBeheHo oOyuM H pa3Bojy 3alOcyIeHHx, a Mabe TIMTawHMa Meperba, Ha- 
rpahupara u MoTuBatuje. Y Wnanuju pesyrrarn uctpaxnuBauke cTyiuje, Ha y30pKy 
of 400 umaHcKHx MOTpoulaya XOTeJICKHX KOMIIaHHJa, TWoKa3asIW Cy 1a CKOHOMCKe, Co- 
IMOJOWIKEe MU CKOOWKe THMeH3Hje O1p2KHBOCTH HMajy NO3HTHBaH MpeKTaH yTHuaj Ha 
KopllopaTuBHy pellyTaujy Kao jeqHy OJ KJbyYHHX KOMMOHEHTH pesal{MoHor KaliuTasia 
(Martinez Garcia de Leaniz and Rodriguez del Bosque, 2013). Y spemeHckom nepHory 
og 5 roguMHa (2009-2013) cnpoBegyeHo je HcTpaxkuBatbe oO yTBphuBawy Melhy3aBnc- 
HOCTH M3Mehy KOMMOHCHTH HHTeIeKTyaIHOr KalMtasia H PMHAHCHjCKUXx MepdopmMaHcn 
lpezy3eha Ha y30pxy of, 594 mpeny3eha u3 MKT ungzyctpuje (JanoSevic and DZenopo- 
jac 2014). Pesynratu cy Noka3aM Ja Jby{CKH W PU3H4KH KaliMTasl JeMMHYHO onpe- 
Tesbyjy (pHHaHcujcKe NepPopMatce, ITO je cily4aj HW Ca pe3syITaTuMa UcTpaxkKuBakba y 
Tpyr'uM 3eMJbama y pa3Bojy. Ako ce ynopegu MKT uugyctpuja ca ApyruM MHycTpH- 
jama y CpOuju, youasa ce Ja ce OHa y IIpollecy CTBapatba BPeAHOCTH BHLUe OCiarba Ha 
JbYCKM KaniMrali. 


Meroj0.10WIKH OKBHpP UCTpaxkKuBawba 


Oso MHJIOT HCTpakKMBaHbe U3BPLIeHO je y MepHoyy of jyHa 0 aprycta 2020. ro- 
THe HW feo je WiMper UcTpaxkuBalba KOje ce OJHOCH Ha yTHUaj MHTeeKTyaIHor KaqiH- 
TaJla Ha TOCIOBHe Meppopmauce mpexy3eha. Y HaBeyeHoM epHoyy aHkeTupano je 102 
HCIMTaHHka 3anocueHux y cpickuM MKT mpegzy3ehuma y Bulle rpayopa PemyOmuke 
Cpouje (Beorpag, Hosu Cag, Huw, Yoxuue, Kparyjesau, 3peranny). 

UctpaxkuBatse je ClIpoBeyeHO aHOHHMHOM OH-JIajH aHKeTOM. AHKeTHH yIIHT- 
HHK KpeupaH je Ha 6a3M JIMTepatype Koja ce OaBH MCTpaxKMBalbeM MHTeseKTyasHOr 
Kallutasia, a C€aMMM THM HM JbY]CKOF KallMTasia Kao jeqHe Of, HeETOBHX KOMIOHCHTH 
(Bontis 1998; Bontis et al. 2000; Subramaniam and Youndt 2005; Cabrita and Bon- 
tis 2008; Sharbati et al. 2010; Kianto et al. 2017). Jbyacku kanutan carmefaH je 
Kp03 HeroBe TPH OCHOBHe KOMIOHeHTe: yyere HW exyKauja (UE), ucKycTBO u 
cTpyyHoct (/S) u HHOBalMje u KpeaTuBHoctT (/K). Cyuiruna je y WpoHaslaxery TIpo- 
ceka peslaTHBHHX OleHa KOje aHKeTHpaHH 3anocieHH Jajy WojeqMHuM JMMeH3Hjama 
YKYMHOr JbyACKOr KallvTalia MOCMaTpaHHx KpO3 HUXOBe MOAKOMMOHeHTe. Y yitHT- 
HHKy Cy HaBeJeHe KOHCTaTalMje 3aTBOpeHor Tula WH IIpHMerbeHa je TeTocTereHa 
JIukeptoBa ckasia (1 — u3pa3HTO ce He CylaxKem, 2 — He cylaxKem ce, 3 — HeowIyuaH 
cam, 4 — cylaKem ce H 5 — u3pa3HTO Ce ClIaxKeM). 


Pezynmamu u duckycuja 
Yuetbe uf efyKattuja (UE), kao Weo JbyACKOr KalutTasla, aHasIM3upa Ce Kpo3 yTH- 
Ila] eceT MapaMetapa: uve; — KOMMeTeHIMje 3alocueHux y mpezy3ehy y ckylany cy ca 
3aXTeBHMa HU OJTOBOPHOCTHMa pasHOr MectTa; ue, — Ipeny3ehe uma HajOosbe pa3ysITaTe 
Kala HeTOBH 3alocseHu MelhycoOuo capahyjy y u3BpliieHy THMCKUX 3ayaTaka; we; — 
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3alloculeHu y Upefy3ehy cBake roqMHe HMajy MporpaMe cTasIHOor ycaBpllaBatba; ue, 
— 3allocyileHu y tpeny3ehy cy y MoryhuHocTn Ja cTamHo y4e jeqHH OF Apyrux; ues — 
cTpyyHa cipema 3anocmeHux y mpeny3ehy je y ckilaqy ca MpoceyHoM cTpy4HoM 
CIIPCMOM 3allOCJICHHX Y OBOM CeKTOpy; ues — Upesy3ehe nogcTuye Hanorpaywy u 
pa3Bujatbe 3Halba HM BeLUITHHA 3allOCJIeHHX; We7 — TP»KHIMHAa NO3Hunja mpezy3eha ce y 
MOCHe{HUX HEKOJHKO TOAMHa KOHTHHYHpaHo MOOoJbUIAaBa; Weg — y4erbe H OOpa3z0- 
Bakbe 3allOCJICHHX NO3HTHBHO yTHYy Ha IpOAyKTHBHOCT mpeszy3eha; uey — yaere UH 
oOpa30Balbe 3allOcJIeHHX NO3HTHBHO yTH4y Ha UpodutTaousHoct mpexy3eha i wey — 
yuerbe H oOpa3zo0Balbe 3all0CJICHHX MO3HTHBHO YTHYy Ha TpPKHLIHY Wosuuvjy mpesy3e- 
ha. PesyrraTu HcTpakuBatbe y OJHOcy Ha NapaMetpe yyerba H elyKalvje NpHka3aHH cy 
y Tadenm 1. 


Tadena 1. Leckpunmuenu nokazsamesu 3a napamempe yueroa u edyKayuje 


Std.Dev. ; Coeff. Var. 
0,853 20,47% 
0,622 13,88% 
1,009 25,92% 
0,766 18,12% 
0,793 18,89% 
0,940 22,56% 
0,859 20,38% 
0,751 16,75% 
0,719 16,29% 
0,756 17,49% 
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V3Bop: Ucmpascuearee aymopa 


AHalIv30M pe3ysITaTa MCTpaxkuBalba IpHka3aHux y Tadbemu 1, youasa ce qa je 
Cy 3allOCJICHH Ca HajBHUIOM IIpOce4dHOM OLeHOM OLeHHWJIM KOHCTaTalyyy ,,1a mpey- 
3ehe uMa HajOoJbe pesyliTaTe Kayla HeroBu 3anocueHH MehycoOuo capahyjy y u3- 
BpllaBalby THMCKHX 3afaTaka™ (ue)). [poceaHa oljeHa OBe KOHCTaTalwje H3HOCH 
4,48 (Std. Dev. 0,622), a koe@unnjent Bapujayuje 13,88%. Konctataunja ,,yaerbe 
oOpa30Balbe 3allOCJICHHX MO3HTMBHO yTHYy Ha MpoOyKTMBHOCT pesy3eha“ (ues) 
uMa ucTy Mpoceyny omeHy (Std. Dev. 0,751), a koedurnjeHT Bapuyjattuje 16,75%, 
WOK lpoceyHa oleHa MO3HTHBHOr yTHWaja Ha mpodutTaousHocT mpezy3eha (wed) 
u3sHocu 4,41 (Std. Dev. 0,719), a koeduuujent Bapujaunje 16,29%. 3amocmeHu y 
lipezy3ehy cBake rojiMHe uMajy Wporpame cTasIHor ycaBpllaBatba (we3) je KOHCTaTalja 
Ca HajHWKOM TIpoceyHoOM ol[eHoM 3,89 (Std. Dev. 1,009), a koecbuiujent Bapyyjatuje 
w3HOCH 25,92%. 
Uckyctso u crpyanoct (JS), kao Weo JbyACKor KaliMTasia, MOCMaTpa ce Kpo3 yTH- 
Ijaj NeceT Mapamatepa: is, — 3arocueHu y npesy3ehy cy ekcnlepTu y cBOJoj OOacTH; is2 
— 3allocieHu y mpeny3ehy, NpHMKOM oOaBybakba pasHHx 3ayjaTaka, Tajy CBO] MaKcH- 
MYM; is; — 3allocleHu y mpegy3ehy ayy cBo] MaKCHMyM H TO je KOMMapaTHBHa Tpe- 
HOCT oBor Ipezy3eha; is4 — 3anocueHu y mpeny3ehy pale roquHama y HeMy; iss — mpe- 
my3ehe ce MOHOCH cBOjOM eduKacHouthy; is6 — 3allocsIeHH cy H3y3eTHO Mmpodecnoual- 
HU; is7 — Hpexy3ehe Ma HajHIpKe TPOWIKOBe 10 TpaHcakUMjH y HHAYCTpHyN; iss — HCKy- 
CTBO H CIPY4HOCT 3alOCJICHHX MO3HTHBHO YTHYy Ha MpoAyKTHBHOCT Mpesy3eha; iso — 
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HCKYCTBO HM CTpy4HOCT 3alOCeHHX NO3HTHBHO yTH4y Ha WpoduTaousHoct mpegy3eha 
Hi is\9 — MCKYCTBO MH CTPy4HOCT 3allOcsIeHHX NO3HTHBHO YTHYy Ha TPxKMWIAY NO3sHUHyy 
mipeny3eha. PesyraTu ucTpaxkuBarbe y OAHOCY Ha MapaMeTpe HCKycTBa H CTpydHOcTH 
lipHka3ann cy y Tae 2. 


Ta6dena 2. Teckpunmuenu nokazamesbu 3a napamempe uckycmea u cmpy4unocmu 


Std.Dev. Coeff. Var. 
0,878 21,32% 
0,832 20,20% 
0,891 22,10% 
0,915 22,02% 
0,800 18,97% 
0,733 17,28% 
1,042 27,26% 
0,625 14,29% 
0,751 17,22% 
0,707 16,28% 


V3Bop: Ucmpascuearee aymopa 


— 
N 























5 
2 
> 
5 
3 
0 





— 
Oo 



































ee Boe od OR Oa ee LORE OnE Onn: 








etl oll Ko) 





Ha ocHopy MpHka3aHux pesysITaTa HcTpaxkuBalba y TaOemu 2, youaBa ce Ja cy 
3all0CJIeHH Ca HajBHUIOM IIpOCceyHOM OL[eCHOM OLeHHJIM KOHCTaTalMjy ,,ACKyCTBO 
CTPYYHOCT 3allOCICHHX MO3HTHBHO yTH4y Ha TpOsyKTUBHOCT Impeny3eha“ (iss). [po- 
ceqHa Olena OBor MapaMetpa je HajBuia HW u3HOcH 4,37 (Std. Dev. 0,625), a koedunu- 
jeHT Bapyjaunyje 14,29%. Nosutupan yTuuaj HcKycTBa HW CTpy4HocTu Ha mpodutaou- 
HOCT TIpey3eha (iso) Mpoce4dHoO je olleHeH ca 4,36 (Std. Dev. 0,751), a KoecbunnjeHT 
Bapuyjauje 17,22%. IIpoceana olleHa NO3HTHBHOr yTHUaja Ha TpxKHIWHYy WosHuHy]y mpe- 
my3eha (is;o) u3HocH 4,34 (Std. Dev. 0,707), a koecburujeHT Bapuyjattuje 16,28%. Ipe- 
my3ehe uMa HajHKe TPOWIKOBe MO TpaHcaklWjH y HHAycTpHyH (is7) Mapametap je ca 
HaJHIDKOM TIpOceyHOM OL[eHOM 3,82 (Std. Dev. 1,042), a koedbunmjeHT Bapujaliuje 13- 
HOCH 27,26%. 


Vinopaunje 4 KpeatuBuoct (/K) carmeyjane cy Kpo3 yTHWaj WeceT napametapa: 
ik, — 3atlocneHu y upexy3sehy cy kpeatuBHu (y nopehey c Apyrum upeyzy3ehuma y 
HHYCTpujH); ik, — 3anocieHu y Mpexy3ehy cipemMHo u3parxKaBajy CBOJe MHLWbeHe y 
TpynmHuM JucKycujama; ik; — 3amocieHu y mpezy3ehy pa3Bujajy HoBe uyeje; ik, — mpe- 
my3ehe taHcupa Behu Opoj mpou3Bona y OAHOCy Ha KOHKypeHuyjy; ik; — WpuIMKOM 
W3Bpliera payHHx 3ayaTaka 3alloculeHu y npexy3ehy ce KOHTHHyHpaHO oxpadpy]y a 
IIpHMeHe HoBa 3Halba HW Weje, KaO MH Ja Wopese cBoje 3Hakbe ca Koserama; ik, — 3atloc- 
JIeHH y IIpeny3ehy 3af0BOJbHH Cy HHOBaLIMOHMM TIOJIMTHKaMa H IIporpaMuMa CBOr IIpe- 
my3eha; ik; — 3anocneHu y upeny3ehy cy BHCOKO MOTHBHCaHH HM %*Kese Wa mopese 
HOBe CjajHe Heja y okBUpy mpexzy3eha; ikg — HHOBalMje H KpeaTHBHOCT 3allocuIeHHXx 
MlO3HTHBHO YTHYy Ha IpOAyKTMBHOCT Ipesy3eha; iko — HHOBalMje H KpeaTHBHOCT 
3allOCJICHHX MO3HTHBHO yTH4y Ha mpoduTadumHocT npexzy3eha u ik) — MHOBalHje 
KpeaTHBHOCT 3allOCJICHHX TO3HTHBHO yTH4y Ha TPxKMWHY MosHuHjy mpexys3eha. 
PesyTaTH McTpaxkuBalba y OJHOCY Ha TlapaMeTpe HHOBAaLIWja H KpeaTHBHOCTH TIpu- 
ka3aHu cy y Tadenm 3. 
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Tadena 3. Teckpunmuenu nokazamesu 3a napamempe unoeayuja u Kpeamuenocmu 


Coeff. Var. 
22,02% 
20,24% 
22,34% 
26,36% 
19,09% 
22,42% 
23,62% 
18,26% 
18,88% 
18,92% 
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V3Bop: Ucmpascueatree aymopa 


Ha ocHopy pe3ysiTaTa McTpaKMBaka IpHka3saHHx y Tadenu 3, youapa ce fa 
cy 3alOCJICHH MO3HTHBAH YTHUaj MHOBallja M KpeaTHBHOCTH Ha TpxKMIHY NosHuM]y 
ipexy3eha (ik;o) OMCHHIM Ca HajBHUIOM TpocedHoM oneHom 4,31 (Std. Dev. 0,816), 
y3 KoedulnjenT Bapujauje 18,92%, Tok NO3HTUBaH yTHIaj Ha WpoduTaousHOcT 
mpeny3eha (iko) u3Hocu 4,28 (Std. Dev. 0,809), a koecdbunnjeHT Bapuyjatuje 18,88%. 
IIpoceyna oljeHa KOHCTaTaluje ,,3allocseHH y Mpefy3ehy cipemMHo H3parxKaBajy CBOje 
MUIJberbe y TpyWHHM ucKycnjama“ (ik) u3Hocu 4,27 (Std. Dev. 0,865), a koeduun- 
jeHT Bapujaunje 20,24%. IIpeny3ehe naHcupa Behn Opoj mpon3Boyla y ofHOCY Ha KOH- 
Kypenunyy (ik4) Wapametap je ca HajHWKOM TIpocedHoM oLeHoOM oF 3,75 (Std. Dev. 
1,142), a koedbuuMjent Bapujayuje 28,62%. 

PaHrupatbeM 10je¢HHHX KOMIOHCHTH JbYACKOr KallvTasia y OHOCy Ha HHXo- 
Be IIpocedHe BpeAHOCTH, youaBaMo Ja je Ha IPBOM MeCTy TlapaMetap y4erbe H esly- 
Kauja (4,26), MOTOM UckycTBO uM cTpy4HOcT (4,18) u WHOBallMje HM KpeaTHBHOCT 
3amocmeHux (4,14). [pocesHa BpeaHOCT JbycKor KamMutTas u3HOCHIIa je 4,20. IIpema 
CHM4YHO) MeTOAONOrHjH chpoBeyeHa cy OpojHa HUCTpaxKuBaha y pa3sIM4YHTHM 3eM- 
JbaMa HW pa3IM4YHTHM elaTHOcTHMa. Pe3ysTaTH HaBeeHHX MCTpaxkKHBakba TOKa3yjy 
ja je y Kanaan na y30pxy og 20 npezy3eha pa3smmuntTux ceKTopa JbyACKH KanluTas 
olleHeH ca pocedHoM oneHoM 4,02 (Bontis 1998), upaHckuM ocurypaBajyhum 
tipexy3ehuma mpoceyHom oneHom 3,15 (Moslehi et al. 2006), manasujckum mpezy- 
3ehuma u3 jaBHor cextopa 3,71 (Salleh and Selamat 2007), jopaauckum mpegzy3ehu- 
Ma 43 dbapMalleyTCKor CekTopa IpoceyHom oneHoM 3,43 (Sharbati et al. 2010). CBe 
TO TloKa3yje Wa ce OleHa JbyACKOr KallMTala paziMKyje y OMHOCy Ha MocMaTpeHe 
3€MJbe H CeKTOpe MOCIOBarba. 


3akby4ak 


PesysTaTH cipoBeyeHor HcTpaxkuBarba MoKa3zaM cy Wa 3anocnenu y MKT 
mpexy3ehuma PeryOnuxke CpOuje ca BHCOKOM OL[eCHOM OLeHHIM TapaMetpe Jbyd- 
CKOr KalluTasla, WTO je je U3Hay WpocedHe olleHe HCTpaxKHBalba CIIPOBeACHHX 10 
CTO] MeTOAONOrHjH y APyruM 3emJbama. Jbycku KaliMTasI MMa HajBehy BpeqHOCT u 
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yJIOry HM H3BOp je CBUX Apyrux oOsMKa KamMTana. 3ayaTak MeHalIMeHTa jecTe a 
CBOjy CTpaTerujy JbyCKHx pecypca 3aCHHBa Ha XOJIMCTHYKOM IIpuctyny. To 3HaqH 
qa TpeOa nohu of Tora Ja 3a ycnewHo cipoBohere NocsoBHe cTpateruje, PyHKuHja 
ylipaBJbalba JbyICKMM pecypcuMa Mopa Ja obe3bequ a JbyqM Nocexyjy NoTpebua 
3Halba, CIOCOOHOCTH H BeITHHE, Ja pajle Ha MOCIOBHMa KOjH Cy y CKuIayy ca HHXo- 
BHM CIlOcoOHOCTHMa, MoryhHOCTHMa HM OYeKHBabMMa, Ja UX NOACTHYy Ha TepMa- 
HeHTHO yyere HW pa3B0] KakO OH TIpuxBaTHIIM MpoMeHe HM HHOBaLuJe y Oyzyhem 
TlocuoBaly opranv3anje. Taxohe, noypa3yMeBa MH cHOcOOHOCT MeHallepa qa Ha 
ajleKBaTaH HauHH yiipaBJbajy pa3JIM4HTOCTHUMa, KOMIeTeHUMjaMa, TeJICHTOM, 3Ha- 
IeM HW HATeeKTyaIHMM KalluTasioM. CBe TO MO3HTHBHO yTH4e Ha MOTHBALIHy, 3a0- 
BOJBCTBO IIOCJIOM H JIOjasIHOCT 3allOCuIeCHHX, a Ha Taj HAYHH VM Ha MOCIOBHY yCIeLIHOCT H 
KOHKYpeHTCKy IIpeqHOCT caBpeMeHHX opraHH3anuja, a moceOHo MKT npezy3eha Kao 
HOCHOLe IpHBpesHOr pacta U pa3Boja. 
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THE IMPORTANCE OF HUMAN RESOURCES IN THE 
DEVELOPMENT OF ICT ENTERPRISES 


Summary: In modern business conditions, a special place belongs to the ser- 
vices provided by ICT companies. The most valuable property of these companies is 
human capital, ie employees with their knowledge, abilities and possibilities. The sub- 
ject of research is human capital as one of the most important components of intellec- 
tual capital. The aim of this paper is to analyze human capital and its basic compo- 
nents: learning and education, experience and expertise, and innovation and creativity. 
In the period June-August 2020, research was conducted in ICT companies of the 
Republic of Serbia. The findings of the research showed that the employees in these 
companies assessed learning and education as the most important factor of human 
capital. These results should serve as a guideline for managers to identify the compo- 
nents of human capital that need to be further acted upon in order to improve the over- 
all performance of employees, which directly reflects on the growth and development 
of the company itself. 

Keywords: human resources, ICT companies, knowledge economy, intellectual 
capital, human capital, innovation 


Introduction 


Human resources play a dominant role in ICT companies. The basic premise 
of growth and development of modern organizations is the permanent development 
of knowledge, creativity and innovation. In the conditions of global and international 
business, they are also an important means of achieving competitiveness. Viewed in 
the context of modern business conditions, the functionof human resources man- 
agement should be strategically responsible in order to be in the function of achiev- 
ing the mission and goals of the organization. The strategic aspect of the organiza- 
tion is reflected in the way of establishing a link between human resource manage- 
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ment and the organization's strategy, ie in the way in which business needs and plans 
are integrated and synchronized with all aspects of employee management. 


The subject of research is human capital as one of the most important compo- 
nents of intellectual capital in ICT companies in the Republic of Serbia. The paper 
aims to analyze their subcomponents of human capital to determine their impact on 
human capital. The starting hypothesis is that learning and education, experience and 
expertise, and innovation and creativity affect total human capital. 


Strategic aspect of human resources 


Human resources are the most important resource of any organization. This 
indicates the need for efficient management of this resource in order to achieve the 
set organizational and individual goals. They can be defined as “total knowledge, 
skills, abilities, talent, creativity, motivation and loyalty available to an organization 
or society” (Bahtijarevié-Siber 2014, 6). The quality of employees, their knowledge, 
skills and capabilities enable organizations to compete based on rapid responses to 
market needs, quality of services and products, differentiated products and techno- 
logical innovations (Dessler 2007, 11). 


Strategic management emphasizes that the knowledge that the employees pos- 
sess is the most important resource of the organization and a key source of competi- 
tive advantage, and it should be adequately managed. Knowledge management im- 
plies “turning the individual knowledge of employees into collective, organizational 
knowledge that would be available at the right time and in the right way to all mem- 
bers of the organization at all its levels” (Dordevi¢-Boljanovié 2009, 9). Some au- 
thors define strategic human resource management as a strategic approach to human 
resource management of the organization that refers to all organizational activities 
that affect the behavior of individuals in their efforts to formulate and implement 
planned strategies that will help the organization achieve business goals (Inyang 
2010, 26). Strategic human resource management is based on three assumptions: 1) 
human capital is the main source of competitive advantage, 2) people implement the 
strategy and 3) a systemic approach should be adopted where the organization wants 
to go and how to get there (Amstrong 2007, 29-30). 

Today, there is an increasing trend of changes in modern management and or- 
ganizations that emphasize the management of intangible assets, of which people 
represent the most importantintangible asset. That is why it is extremely importantto 
have a successful management of: diversity, competencies, talents, knowledge and 
intellectual capital. 

In the conditions of increasing globalization and rapid and radical changes in 
the environment, the challenge for managers is to understand how each employee 
brings value and benefits based on their diversity. The diversity refers to the charac- 
teristics of an individual that shape his identity and experience in society. There are 
two levels of diversity: surface level differences (age, gender, racial/ethical affilia- 
tion, mental or physical disability) and depth level differences (personality, attitudes, 
beliefs and values). It is increasingly emphasized that diversity among employees 
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leads to increased organizational efficiency, i.e. that it has a positive effect on work 
ethic, provides greater access to new market segments and increases productivity. In 
the real world, diversity efforts do not deliver on their promises and represent a new 
paradigm for understanding and exploiting them. The three basic paradigms for di- 
versity management are: the paradigm of discrimination and fairness; the paradigm 
of approach and legitimacy and the paradigm of learning and effectiveness (Thomas 
and Ely 1996). The paradigm of discrimination and fairness is focused on assimila- 
tion, approach and legitimacy on differentiation, and learning and effectiveness on 
organizational pluralism. Organizational pluralism refers to a work environment in 
which all employees are authorized to make a contribution that maximizes the bene- 
fits to the organization, customers and themselves, on the one hand, and in which the 
individuality of each employee is respected in the sense that employees are not po- 
larized on the basis of their belonging to a certain group, on the other hand (Norton 
and Fox 1997). Diversity requires new managerial approaches and skills. It provides 
the manager with insight, respect and successful management of the needs and re- 
quirements of employees. At the same time, it enables the employee to realize their 
maximum potential, needs and interests. 

In the context of human resource management, competence management de- 
notes strategic orientation and integration of all its activities and tasks in creating a 
strategy and key sources of sustainable competitive advantage (Bahtijarevié-Siber 
2014, 117). Competence and competencies should not be equated. Competence re- 
fers to various skills that have been successfully performed, while competencies 
refer to the behaviors adopted in the professional performance of work activities. 
The competencies make it possible to: determine what people need to do to improve 
their performance; predict success in complex jobs; align persons with jobs; conduct 
strategy and integrate management processes; measure and develop the success of 
experts, processes and functions (Urlich and Brockbank 2005, 221—222).The strate- 
gically created competency model is a combination of basic and specific competen- 
cies and is the basis for various human resource management processes. Some of the 
advantages of applying this model in organizations are: it enables the identification 
of employee competencies in order to improve efficiency in their current job or to 
prepare them for another job in case of promotion or transfer; it can be useful for 
analyzing the required skills and comparing the available and required competencies 
of either individuals or organizations; it is used to distinguish superior from average 
employees; serves to determine the criteria for employee promotion based on the 
competencies determined for the job; represents support in reorganization by devel- 
oping a system for future-oriented competencies; points to the retention of necessary 
skills, reduction of current work activities through the identification and measure- 
ment of competencies related to the long-term goals of the organization; improves 
operational efficiency; strengthens human resource management processes in or- 
ganizations (Campion et al. 2011). 

Talent management is one of the most important trends that will shape the fu- 
ture of an organization (Frank and Taylor 2004, 33) and ensure the creation of or- 
ganizational excellence by developing and promoting its best people (Berger and 
Berger 2004). “Talent is represented by people and their abilities and skills” (Pian- 
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soongnern et al. 2008). Talents encompass “potential and realized capacities of indi- 
viduals and groups, including those within the organization and those who could join 
it, as well as the way in which they are organized” (Boudreau and Ramsted 2007, 
2).This definition indicates the comprehensiveness of the term talent, so it can be 
concluded that each organization is in a certain way a set of certain talents that have 
gathered performing a certain business or process function in order to achieve the set 
goal. The most important tasks of human resource management in talent manage- 
ment are: creating the image of a desirable employer; identifying crucial skills and 
talents; creating a database of skills and competencies; providing talent; talent selec- 
tion; talent retention; talent development; performance management; assessment of 
success in talent management (Bahtijarevié-Siber 2014, 169-170). 

Knowledge management is a systematic approach in finding ways to make the 
best use of and implement knowledge in an organization, in order to maintain a com- 
petitive advantage or plan long-term business policy. The goal of every organization 
is to become aware of the knowledge, that it is found at its disposal, both individually 
and collectively, in order to use it in the most efficient way. Constant increase of 
knowledge and maximum use of knowledge of all employees becomes an imperative 
for the development and survival of organizations. Numerous studies have been 
conducted in this area. In Malaysia, research was conducted on a form of organiza- 
tional culture that supports and promotes knowledge management in a sample of 153 
firms (Erwe et al. 2007).The results showed that the successful implementation of 
knowledge management strategies, processes and accompanying technological in- 
frastructure depends on whether the company's employees consider knowledge 
management as the norm of behavior. This indicates the interconnectedness of 
knowledge management strategies, strategies and processes. The research conducted 
on a sample of 508 employees in public sector enterpises in Serbia has shown that in 
the last seven years, the increase in job satisfaction in regard to satisfaction with 
salaries, the promotion on a hierarchical scale, remuneration policy and the nature of 
the job, has been observed (Leki¢ et al. 2019). The research conducted on a sample 
of 667 employees in banks in Serbia showed that the quality of the team has the 
greatest impact on overall employee satisfaction (Leki¢ et al. 2020b). 

Managing employees, their knowledge and competencies can provide an or- 
ganization with a long-term competitive advantage (De Pablos and Lytras 2008: 49). 
In a knowledge-based economy, intellectual capital is the basic driver of innovation 
and competitive advantage of the organization (Lekié et al. 2020a, 35). Intellectual 
capital stems from the competence and commitment of employees (Ulrich 1998). 
Organizations interested in investing, increasing and expanding intellectual capital 
should raise standards, set high expectations and demand more from employees. In 
addition, they need to provide resources to help employees meet high demands. Em- 
ployees will be hired and promoted, and the intellectual capital of the organization 
will become its basic asset. There is no single definition of intellectual capital. Some 
authors believe that intellectual capital shows “the degree of knowledge, practical 
experience, organizational technology, structure, process, consumer relations, pro- 
fessional skills, knowledge and innovation that provide a competitive advantage in 
the market” (Edvinsson 1997, 368). Others are of the opinion that intellectual capital 
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is “the end product of the transformation of knowledge from the knowledge reserves 
of the organization itself’ (Namasivayam and Denizci 2006, 382). It is often pointed 
out that intellectual capital is “a set of intangible assets also known as knowledge 
assets” (Sundarsanam et al. 2006, 291). Some authors are of the opinion that intel- 
lectual capital links human resource management and organizational success 
(Youndt and Snell 2004, 337). According to them, the activities of human resource 
management do not directly affect organizational success, but primarily the increase 
of intellectual capital. 


There are numerous models that determine the components of intellectual 
capital. Most authors point out that intellectual capital encompasses human, struc- 
tural, and relational capital (Ross and Ross 1997; Bontis 1998; Stewart 1998; McE- 
lory 2003). Human capital consists of “the knowledge, skills, abilities and potential 
for development and innovation possessed by people in an organization” (Baron and 
Armstrong 2008, 6). It includes “competencies, abilities and values of employ- 
ees’(Bose 2004, 464). Its most important characteristics are flexibility, creativity, 
ability to learn and develop, adapt and react in different situations. Human capital 
can be acquired, increased and maintained by attracting talented and capable people, 
by advancing and developing knowledge and skills, as well as by creating new 
knowledge, skills and competencies. That implies quality human resource manage- 
ment. Structural capital includes “internal processes, infrastructure, information 
systems, routines, organizational structure, databases, culture, and anything that 
ensures organizations use human capital more productively” (Viedma Marti and do 
Rosario Cabrita 2012, 75). It belongs to the organization and is attached to it and not 
to the employees, and has the role of “accelerating the flow of knowledge" in the 
organization. Also, structural capital is “a critical link that allows intellectual capital 
to be measured at the organizational level” (Bontis 1998, 66). Relational capital is 
based on the idea that companies cannot be viewed as isolated systems but as sys- 
tems that encompass numerous relationships with external stakeholders (creditors, 
suppliers, customers, investors) and their perceptions of the organization (Hormiga 
et al. 2011). 


Intellectual capital is the basis of competitive advantage and success of mod- 
ern companies. Therefore, intellectual capital has been the subject of numerous stud- 
ies. Research in Australia has examined the link between knowledge management 
and intellectual capital (Zhou and Fink, 2017). It was concluded that human capital 
is of the greatest importance for both knowledge management and intellectual capi- 
tal. However, when facilitators for knowledge creation and knowledge exchange 
were evaluated, organizational structure was considered more important than organ- 
izational culture and information technology. Research participants indicated that 
more attention was paid to employee training and development, and less to meas- 
urement, reward, and motivation issues. In Spain, the results of a research study, on 
a sample of 400 Spanish consumers of hotel companies, showed that the economic, 
sociological and environmental dimensions of sustainability have a positive direct 
impact on corporate reputation as one of the key components of relational capital 
(Martinez Garcia de Leaniz and Rodriguez del Bosque, 2013). In a period of 5 years 
(2009-2013), a survey was conducted to determine the interdependence between the 
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components of intellectual capital and financial performance of companies on a 
sample of 594 companies from the ICT industry (JanoSevi¢ and Dzenopoljac 2014). 
The results showed that human and physical capital partially determine financial 
performance, which is also confirmed by the research findings in other developing 
countries. If we compare the ICT industry with other industries in Serbia, it can be 
seen that,in the process of creating value,it relies more on human capital. 


Methodological researchframework 


This pilot research was conducted in the period from June to August 2020 and 
is part of a broader research related to the impact of intellectual capital on business 
performance of companies. In the mentioned period, 102 respondents employed in 
Serbian ICT companies in several cities of the Republic of Serbia (Belgrade, Novi 
Sad, Nis, Uzice, Kragujevac, Zrenjanin) were surveyed. 

The research was conducted by an anonymous online survey. The survey 
questionnaire was created on the basis of literature researching the intellectual capi- 
tal, and thus human capital as one of its components (Bontis 1998; Bontis et al. 
2000; Subramaniam and Youndt 2005; Cabrita and Bontis 2008; Sharbati et al. 
2010; Kianto et al. 2017). Human capital is seen through its three basic components: 
learning and education (UE), experience and expertise (IS) and innovation and crea- 
tivity (IC). The goal is to find the average of relative ratings that the surveyed em- 
ployees give to certain dimensions of the total human capital observed through their 
subcomponents. The questionnaire contains closed-ended statements and a five- 
point Likert scale (1 - strongly disagree, 2 - disagree, 3 - indecisive, 4 - agree and 5 - 
strongly agree). 


Results and Discussion 


Learning and education (LE), as a part of human capital, is analyzed through 
the influence of ten parameters:/e1 — the competencies of the employees in the com- 
pany are in accordance with the requirements and responsibilities of the workplace; 
le2 — the company has the best results when its employees cooperate with each other 
in performing team tasks; /e3 — employees in the company have continuous training 
programs every year; /e4 — employees in the company are able to constantly learn 
from each other; /e5 — the education of employees in the company is in line with the 
average education of employees in this sector; /e6 — the company encourages the 
upgrading and development of knowledge and skills of employees;/e7 — the market 
position of the company has been continuously improving in the last few years;/e8 — 
employee learning and education have a positive effect on company productivity;/e9 
— learning and education of employees have a positive effect on the companyprofit- 
ability and /ej)— learning and education of employees have a positive effect on the 
company market position. The research results in relation to the parameters of learn- 
ing and education are shown in Table 1. 
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Table 1. Descriptive indicators for parameters of learning and education 


Std.Dev. f Coeff. Var. 
0.853 20.47% 
0.622 13.88% 
1.009 25.92% 
0.766 18.12% 
0.793 18.89% 
0.940 22.56% 
0.859 20.38% 
0.751 16.75% 
0.719 16.29% 
0.756 17.49% 
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Source: Authors’ research 


According to the analysis of the research results presented in Table 1, it can 
be seen that the employees with the highest average score have evaluated the state- 
ment that the company has the best results when its employees cooperate with each 
other in performing team tasks (/e,), The average score of this statement is 4.48 (Std. 
Dev. 0.622), and the coefficient of variation is 13.88%. The statement ,,learning and 
education of employees has a positive effect on the productivity of the com- 
pany‘‘(/eg) has the same average score (Std. Dev. 0.751), and the coefficient of varia- 
tion is 16.75%, while the average score of the statement ,,learning and education of 
employees has a positive effect on the profitability of the company“ (/e9) is 4.41 
(Std. Dev. 0.719), and the coefficient of variation is 16.29%. Employees in the com- 
pany have continuous training programs every year (/e3) is the statement with the 
lowest average score of 3.89 (Std. Dev. 1.009), and the coefficient of variation is 
25.92%. 

Experience and expertise (FE), as part of human capital, is analyzed through 
the influence of ten parameters:eel — the employees of the company are experts in 
their field; ee2 — employees in the company, when performing work tasks, give their 
maximum; ee3 — employees in the company give their maximum and that is the 
comparative advantage of this company; ee4 — employees in the company have been 
working in it for years (turnover of employees is very low); ee5 — the company is 
proud of its efficiency; ee6 — the employees are extremely professional; ee7 — the 
company has the lowest transaction costs in the industry; ee8 — experience and ex- 
pertise of employees have a positive effect on the companyproductivity; ee9 — ex- 
perience and expertise of employees have a positive effect on the company profit- 
ability andee10 —experience andexpertise of employees have a positive effect on the 
company market position. The research results in relation to the parameters of the 
experience and the expertiseare shown in Table 2. 
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Table2. Descriptive indicators for parameters of experience and expertise 


N 


Std.Dev. ; Coeff. Var. 
0.878 21.32% 
0.832 20.20% 
0.891 22.10% 
0.915 22.02% 
0.800 18.97% 
0.733 17.28% 
1.042 27.26% 
0.625 14.29% 
0.751 17.22% 
0.707 16.28% 
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Source: Authors’ research 


According to the analysis of the research results presented in Table 2, it can 
be seen that the employees with the highest average grade evaluated the statement 
,the experience and the expertise of the employees have a positive effect positive 
effect on the company profitability“ (ees). The average score of this parameter is the 
highest and amounts to 4.37 (Std. Dev. 0.625), and the coefficient of variation is 
14.29%. The positive effect of the experience and the expertise on company profit- 
ability (ees) has the average score of 4.36 (Std. Dev. 0.751), while the average score 
of the positive effect on the market position of the company (e¢e;9) is 4.34 (Std. Dev. 
0.707), and the coefficient of variation is 16.28%. The company has the lowest 
transaction costs in the industry (ee7) is the parameter with the lowest average score 
is 3.82 (Std. Dev. 1.042), and the coefficient of variation is 27.26%. 

Innovation and creativity (/C) are analyzed through the influence of ten pa- 
rameters:ic; — employees in the company are creative (compared to other companies in 
the industry); icp — employees in the company readily express their opinions in group 
discussions; ic; — employees in the company develop new ideas; ic, — the company 
launches a larger number of products compared to the competition;ics; — when perform- 
ing work tasks, employees in the company are continuously encouraged to apply new 
knowledge and ideas, as well as to share their knowledge with colleagues;ics — em- 
ployees in the company are satisfied with the innovation policies and programs of 
their company; ic; — employees in the company are highly motivated and want to share 
new great ideas within the company;icg — innovation and creativity of employees 
have a positive effect on the company productivity;icy — innovation and creativity of 
employees have a positive effect on the companyprofitability and icj9 — innovation 
and creativity of employees have a positive effect on the companymarket position. 
The results of the research in relation to the parameters of innovation and creativity 
are presented in Table 3. 
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Table3. Descriptive indicators for parametersof innovation and creativity 


N 


Coeff. Var. 
22.02% 
20.24% 
22.34% 
26.36% 
19.09% 
22.42% 
23.62% 
18.26% 
18.88% 
18.92% 
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According to the analysis of the research results presented in Table 3, it can be 
seen that the employees have rated the positive effect of the innovation and the creativ- 
ity on the company market position (ic,9) with the highest average score of 4.31 (Std. 
Dev. 0.816), with a coefficient of variation of 18.92%, while a positive effect on the 
profitability of the company(ico) is 4.28 (Std. Dev. 0.809), and the coefficient of varia- 
tion of 18.88%. Average score of the statement ,,the employees in the company are 
ready to express their opinion in group discussions” (ic2) is 4.27 (Std. Dev. 0.865), and 
the coefficient of variation of 20.24%. The company launches a larger number of prod- 
ucts compared to the competition (ic4) is the parameter with the lowest average score of 
3.75 (Std. Dev. 1.142), and the coefficient of variation is 28.62%. 

By ranking individual components of human capital in relation to their aver- 
age values, we notice that in the first place the parameter is learning and education 
(4.26), then experience and expertise (4.18) and innovation and creativity of em- 
ployees (4.14). The average value of human capital was 4.20. According to a similar 
methodology, numerous researches have been conducted in different countries and 
different activities. The results of these studies show that in Canada, a sample of 20 
companies from different sectors rated human capital with an average score of 4.02 
(Bontis 1998), Iranian insurance companies with an average score of 3.15 (Moslehi 
et al. 2006), Malaysian public sector companies 3.71 (Salleh and Selamat 2007), to 
Jordanian pharmaceutical companies with an average score of 3.43 (Sharbati et al. 
2010). All this shows that the assessment of human capital differs in relation to the 
observed countries and business sectors. 


Conclusion 


The results of the survey showed that employees in ICT companies in the Re- 
public of Serbia rated the parameters of human capital with a high score, which is 
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above the average score of surveys conducted according to the same methodology in 
other countries. Human capital has the greatest value and role and is the source of all 
other forms of capital. The task of management is to base its human resources strat- 
egy on a holistic approach. This means that in order to successfully implement a 
business strategy, the human resource management function must ensure that people 
have the necessary knowledge, abilities and skills, to work on jobs that are in line 
with their abilities, capabilities and expectations, to encourage them to permanent 
learning and development in order to accept changes and innovations in the future 
business of the organization. It also implies the ability of managers to adequately 
manage diversity, competencies, talent, knowledge and intellectual capital. All this 
has a positive effect on the motivation, job satisfaction and loyalty of employees, 
and thus on the business success and competitive advantage of modern organiza- 
tions, especially ICT companies as carriers of economic growth and development. 
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